Introduction
Current paper focuses the occupational stress in legal industry. Two similar empirical studies were carried out in 2006 and 2012. A web-based survey of occupational stress was conducted by employing an international questionnaire Occupational Stress Inventory (OSI-2). Some important trends in the Estonian lawyers' occupational stress were found. Th e basic sources of occupational pressure in lawyers and legal professionals were identifi ed. Most relevant sources of occupational pressure among lawyers and legal professional were home and work imbalance, managerial roles, and insuffi cient recognition, managerial roles, and hassles. We found that the relationship between job satisfaction and sources of occupational pressure was negative and signifi cantly valid among fi ve pressures of lawyers and legal professionals. Majority of lawyers and legal professional were adapted problem solving oriented coping strategy. Th erefore, the social support from peer, friend, family member etc. was also widely used coping strategy by lawyers and legal professionals. Our fi ndings well demonstrate that awareness of occupational stress in law industry has signifi cantly been raised.
It is well documented that the legal fi eld is stressful for lawyers and legal professionals. Statistics show that a legal career is one of the most stressful occupations ,2
. On the other hand, there are many high stress professions, but lawyers are the most frequently depressed occupational group 3 . Moreover, 15% to 20% of lawyers suff er from alcoholism and substance abuse 4 ; lawyers are 3.6 times more likely to commit suicide than people in the general population 5 .
Occupational stress, depression and anxiety among lawyers and legal professionals are well-known public evidence in modern mass media 6 . Several earlier studies suggested that signs of stress of students have had begun already in law school 7 . Th erefore, it is still evidence that there is some role of legal education in producing occupational stress to lawyers and legal professionals 8 . For instance, stress among law students is 96%, compared to 70% med students and 43% grad students 9 . Studies in Australia have found that depression among law students is 8-9% prior to matriculation, 27% aft er one semester, 34% aft er 2 semesters, and 40% aft er 3 years 10 .
Despite the evidence described above, surprisingly, the sources of occupational pressure in lawyers and legal professionals have received undeservedly little empirical attention. In earlier occupational stress literature with the focus on lawyers' stress there are not many comprehensive studies. With some notable exceptions 11 in survey aft er survey researchers had demonstrated diff erent response to stress eff ects to lawyers' behavior, for example, such maladaptive coping with stress behaviors as alcoholism, substance abuse, suicidal behavior, depression, and anxiety. In recent years, the main focus of lawyers' occupational stress research has been changed as it turned toward the sources of occupational pressure in lawyers and legal professionals. Unfortunately, this volume of research have not been fully integrated into an appropriate theoretical framework of occupational stress. It is not too surprising because the degree of theoretical fragmentation permeate much of diff erent professionals' occupational stress literature, such as occupational stress of engineers 12 as well as university academics 13 .
In legal literature, the depressive side of lawyers work has rather been related to the profession itself, not so much of the individual lawyers based inquires. For example, in European legal space, the pressure of positivism has been discussed from the viewpoint of "legal certainty", "reasonableness" and Rule of Law 14 . For example, Th e Council of Bars and Law Societies of Europe (CCBE) represents the bars and law societies of 32 member countries and 13 further associate and observer countries, and through them more than 1 million European lawyers 15 . However, the Council as well as many other professional associations are rather focusing on regulations allowing lawyers to work in diff erent jurisdictions, assisting those who are legally misrepresented than conducting or refl ecting studies on well-being of lawyers. In order to put much of the recent research into the proper perspective, it is important to follow the theoretical framework suggested in prominent occupational stress literature.
Th eoretical Framework of Occupational Stress
Th e starting-point in each theory should be a clear, coherent and precise definition. Prominent researchers have found that in case of occupational stress this is not straightforward 16 , 17 . Th e ongoing debate about the meaning and defi nition of occupational stress shows that the academic community has still not adopted a common position.
However, the stressors and strain approach is the core of the majority of recent research into occupational stress. Th e stressors and strain approach is based on a relatively simplistic theory that views stress as occurring when work characteristics contribute to poor psychological or physical health 18 . According to stressors and strain approach, stressors refer to the work-related characteristics, events or situations that give rise to stress, and strain refers to the employee's psychological or physiological response to stress 19 . Sources of pressure or stressors can refer to a wide variety of environmental conditions or situations that aff ect the wellbeing of employees 20 . Th e main interest, however, focuses on the presumed causal relationship between stressors and strain.
Th e corresponding stressors and strain approach was created as a generally accepted defi nition in the EU, while the work-related stress was defi ned as "the emotional, cognitive, behavioral and physiological reaction to aversive and noxious of work, work environments and work organizations. It is a state characterized by high levels of arousal and distress and oft en by feelings of not coping" 21 .
In the context of our study we followed this board understanding of occupational stress.
Despite the fact that major volume of research has focused on linking stressors to strain, some researchers follow Job-Demand-Control Model 22 , created by Robert Karasek. His job demands-control model and its development (demandcontrol-support model) is one of the most widely studied models of occupational stress 23 ,. Th e key idea behind the job demands-control model is that control buff ers the impact of job demands on strain and can help enhance employees' job satisfaction 24 . Both models identify two essential aspects of work environments: job demand and job control i.e. the demand-control model is focused on the balance of job requirements and autonomy. According to Karasek job demands are: the psychological stressors involved in accomplishing the workload, stressors related to unexpected tasks, and stressors of job-related personal confl ict, and Job control, also referred to as decision latitude, is defi ned as a: working individual's potential control over his task and his conduct during the working day 25 . Th e cognitive-relational theory developed by Lazarus and his colleagues is a transactional theory that can be applied to all domains of a person's life, and can be used to explain the positive and negative responses that people have to their environment. Based on this approach, stress has been variously defi ned as a multivariate process 26 or term for an area of study 27 . However, this approach has been much criticized for being too blurred.
In the theoretical perspective, the analysis of stressors follows Cooper and Marshall's concept 28 of major categories of work stressors. Th e validity of theoretical ideas underlying the Occupational Stress Indicator (OSI-2) are tested on large empirical samples from a range of occupations, with the further aim highlighting that diff erent work characteristics are associated with ill-health in specifi c occupations OSI-2 was designed 29 .
Are Sources of Occupational Pressure the Natural Part of Lawyering Environment?
Analyzed lawyers' occupational stress literature, we have to agree with professor John Greeny that many of lawyers work stress studies refl ect not so much the nature of the legal profession (incl. specifi c sources of pressure), but lot of studies describe the subjective opinion of the lawyers themselves on their own work-related stress. 30 In the present study, we did not adjust the focus on a variety of diff erent legal occupations, as focus was directed on the basic sources of occupational pressure in lawyers and legal professionals.
1) Job satisfaction
In general, earlier research fi ndings support the widespread understanding that lawyers are highly satisfi ed with their job 31 . It has been found some diff erence in job satisfaction between law occupations, but these fi ndings are somehow inconsistent, for example the highest job satisfaction was found among the attorneys, on the other hand job satisfaction was lower in public sector lawyers 32 or in lawyers working in private practice 33 . Although, researchers revealed high- er job-satisfaction for male lawyers as compared to their female counterparts. Whereas female lawyers experienced signifi cantly greater psychosocial stressors and burnout as compared to males 34 .
2) Sources of pressure
Almost anything at workplace can be a source of pressure (to someone) at a given time, and lawyer or legal professional defi nitely perceive potential sources of occupational pressure diff erently.
• Workload
In literature a central source of occupational pressure for lawyers and legal professionals was high workload 35 . Th e high workload was presented in occupational stress literature as the main reason for the work-life imbalance 36 and relationship problems in personal life of lawyers and legal professionals 37 . Regarding workload, Matthews and Olsen 38 have added for lawyers and legal professionals' a very specifi c source of pressure. It can be assumed that the methods of lawyers work is one of the cause of their stress. More specifi cly, the pressure to generate billable hours as much as possible directly results lawyers stress.
• Relationships Intrigues and diffi cult relationships with coworkers 39 , workplace bullying 40 , and workplace violence 41 have been oft en mentioned sources of pressure among lawyers and legal professionals.
• Home/work balance Work-family balance can be referred to the extent to which an individual is able to meet the oft en-competing demands associated with work and non-work roles 42 . Nearly half of lawyers have reported that the demands of their work do not allow them to have a satisfying non-work life (i.e., personal, family, social, civic) 43 .
On the other hand, according many studies the family support for lawyers was extremely important 44 , and work-family confl ict was a major source of pressure for them 45 . Some authors have pointed out that home and work imbalance was a greater problem especially for female lawyers and legal professionals 46 .
• Managerial roles Th ere are many diff erent managerial roles grouped into three distinct areas: informational, interpersonal and decisional.
One important source of occupational pressure among lawyers and legal professionals is the need to take managerial roles that include the lack of autonomy as well as the need for enrollment certain hierarchical system 47 .
• Personal responsibility
Personal responsibility at work is something that you personally should do because it is your duty at work; it shows your readiness to take responsibility; mental accountability to perform your task; it is morally right, and legally required, etc.
• Hassles
Hassles are something that is annoying or something that causes trouble and the problems brought about by pressures of time, money, inconvenience or other sources of occupational pressure.
• Recognition At workplace we understand the recognition as attention or favorable notice, the acknowledgment of achievement, good job, service, merit, or of some other activity that employee has been outstandingly well done.
• Organization climate Organizational climate should be defi ned as the polices, practices and procedures that are rewarded, supported, and expected in an organization in regard to specifi c organization domain, such as safety, innovation, customer service, and ethics 48 .
3) WLC
Work locus of control is defi ned as a generalized expectancy that rewards; reinforcements or outcomes in work life are controlled either by one's own actions (internality) or by other forces (externality). In organizational settings, rewards or outcomes include promotions, favorable circumstances, salary increases and general career advancement 49 . Th ere are not many studies of work locus of control in legal professionals. In one study there was found that locus of control acted as a moderator in the stress-burnout relationship as well as in the burnout-satisfaction relationship in the police offi cers group 50 .
4) Coping with stress
Coping is expending conscious eff ort to solve personal and interpersonal problems, and seeking to master, minimize or tolerate stress or confl ict 51 . About 400 to 600 coping strategies have been identifi ed. Classifi cation of these strategies into a broader architecture has not yet been agreed upon. Th ere exists some agreement among the researchers of two broad types of coping strategies: (a) problem-focused (adaptive behavioral), and (b) emotion-focused (maladaptive behavioral) 52 .
Studies indicated that while lawyers tended to report more problem-focused than emotion-focused coping strategies, the correlation informed that emotionfocused and help-seeking coping ways were signifi cantly correlated with stress 53 .
For example, it has been found that the use of regressive coping techniques including social support and exercise did not signifi cantly aff ect the degree of lawyers' occupational stress 54 , 55 . In contrast, another study pointed out that in order to prevent work-related stress is a more effi cient the leisure activities, for example, sport and physical training, and less eff ective was considered, however, such as stress management courses, a variety of employee assistance programs, and the medical advice 56 .
Several researchers have emphasized importance the lawyers' high over-commitment in the context of coping resistance with occupational stress 57 . Maladaptive coping behavior is also workaholism among lawyers and legal professionals. Factors that make lawyers prone to workaholism include low self-esteem, high need for achievement, and a highly competitive environment 58 . Workaholics are professionals who work for long hours, and they get stressed when they are prevented from working 59 .
Towards Identifi cation the Sources of Occupational Pressure among Lawyers and Legal Professionals

Research method
Th e original plan was not only to identify the sources of occupational pressure among lawyers and legal professionals, but also to clarify the change trends of lawyers' occupational stress in six-year dynamics. For this purpose we carried out the fi rst survey in 2006 and repeated the same survey aft er six years, i.e. in 2012.
A web-based survey of lawyers' occupational stress was conducted by employing an Occupational Stress Inventory (OSI-2). OSI-2 comprises 90 items which contain the measures of job satisfaction divided into two subscales: sat-isfaction with the job itself and satisfaction with the organization of work (12 items); mental well-being divided into three subscales: contentment, resilience, peace of mind (12 items); physical well-being divided into two subscales -calmness, energy (6 items); A-type behaviour (6 items); locus of control (4 items); sources of pressure in the job divided into eight job stressors: PW -workload (6 items), PR -relationships (8 items), PH -home/work balance (6 items), PMmanagerial role (4 items), PP -personal responsibility (4 items), PD -hassles (4 items), PC -recognition (4 items), PO -organizational climate (4 items); coping with occupational stress divided into two subscales: control over stress (6 items), social support (4 items) and the Work Locus of Control Scale (total 16 items).
To respondents was given following instruction: "Almost anything can be a source of pressure (to someone) at a given time, and people perceive potential sources of pressure diff erently. Th e person who says they are 'under a tremendous amount of pressure at work at the moment' usually means they have too much work to do. But that is only half the picture. Th e items below are all potential sources of pressure. You are required to rate them in terms of degree of pressure you perceive each may place on you. Please use the scale below".
For the test user' responses the Likert-type forced choice 6-point scale was used as the most widely used scale in survey research. A Likert item is simply a statement that the respondent is asked to evaluate according to any kind of subjective or objective criteria; generally the level of agreement or disagreement is measured. Likert scaling is a bipolar scaling method, measuring either positive or negative response to a statement. More oft en fi ve ordered response levels are used, but sometimes a four or six-point scale is used and this is a forced choice method. Th e anchors we use are between "very defi nitely is not a source of pressure" (1 point) and "very defi nitely is a source of pressure" (6 points).
Th e Work Locus of Scale 60 assesses the employee's beliefs about their control at work in general. Half the items indicate external locus of control, whereas the other half indicate internal locus of control. Work locus of control refl ects the individual's tendency to believe that they control events in their working life (internality) or that such control resides elsewhere, e.g. with powerful others (externality).
A test user answers the OSI-2 test questions in the Web environment (http:// www.pekonsult.ee/stress.php). Th e processed results of the OSI-2 test are sent individually to each user via the Internet at the e-mail address of the user's preference within 2-3 minutes. Th e internet links for access to e-learning facilities and digital teaching tools "Occupational Stress" (http://www.pekonsult.ee/digi/ stress.htm) and "Coping with Stress" (http://www.pekonsult.ee/digi/toimetulek. htm) are attached to the test results upon return to the user 61 . 
Samples
In the fi rst sample (N=118) the data on the lawyers and legal professionals was collected in 2006. Th e lawyers and legal professionals were randomly selected from diff erent law organizations and from various law industry undertakings. Th is occupational sample had an average age of 38.35 years (SD=10.52); 95 (81.2%) participants were females and 22 (18.8%) were males (one respondent did not mention a gender). Th eir educational level was high -master's degree 98.9%. Th eir marital status was: single 26.1%, married and cohabiting 69.6%, separated and divorced 0%, widowed 4.3%.
In the second sample (N=55) the data were collected in 2012. Again, the data were obtained from the lawyers and legal professionals. Unfortunately, we did not succeed to attract the same professionals who participated in the fi rst study repeat the lawyers' occupational stress survey, i.e. we were unable to carry out longitudinal study. In this sample, the average age was 40,94 years (SD=11.69), females 47 (85.5%) and males 8 (14.5%). Th eir educational level was 100% master's degree. Th eir marital status was: single 23.6% married and cohabiting 63.6%, separated and divorced 10.9%, widowed 1.8%.
Th e work experience in both samples of lawyers and legal professionals (in 2006 and in 2012) was quite similar (Fig. 1) .
Th ere were no statistically signifi cant diff erences between samples 2006 and 2012 except for the fact that the size of the second sample was smaller. All participants completed the questionnaire voluntarily and without compensation. Th e return rate of the electronic survey was 100% because all participants were interested in personal feedback.
Fig. 1. Work experience of lawyers and legal professionals
Results of the research
Job satisfaction
Satisfaction with job itself was signifi cantly higher (p<0.05) in the second sample (2012) as all respondents were satisfi ed with their job. In the fi rst sample (2006) there was some degree (7.6%) of dissatisfaction with job itself, and satisfaction responds were distributed: very much satisfaction 13.6%; much satisfaction 56.8%; some satisfaction 22%.
Job satisfaction correlates with several sources of pressure: workload (r=-0.26; p<0.05), relationships (r=-0.26; p<0.05), hassles (r=-0.34; p<0.05), recognition (r=-0.25; p<0.05), and organizational climate (r=-0.26; p<0.05). Moreover, there were found correlations between job satisfaction and problem solving coping strategy (r=0.28; p<0.05), as well with job satisfaction and social support as coping strategy (r=0.27; p<0.05).
Satisfaction with how the work is organized was signifi cantly higher (p<0.05) in the second sample (2012). Comparing the surveys results, in fi rst sample (2006) there was higher degree of dissatisfaction (responds: much dissatisfaction 1.7%; some dissatisfaction 15.3%), and of course, the majority of respondents (83%) were satisfi ed with work organization. In second sample (2012) dissatisfaction was lower (9.1%) than in fi rst sample, and satisfaction with how the work is organized was overwhelming (90.1%). Satisfaction with how the work is organized was correlated with four sources of pressure, namely with workload (r=-0.15; p<0.05), relationships (r=-0.18; p<0.05), hassles (r=-0.24; p<0.05), and organizational climate (r=-0.37; p<0.05).
Sources of pressure
Th e section of the OSI-2 questionnaire that covered sources of pressure in job, had applied 40 questions, which were distributed in eight factors i.e. workload, relationships, home/work balance, managerial role, personal responsibility, hassles, recognition, and organizational climate. In order to identify which sources of pressure are stressors for lawyers and legal professionals, we calculated and summarized the following dissatisfaction responses in the scale: 4. Generally is a source of pressure 5. Defi nitely is a source of pressure 6. Very defi nitely is a source of pressure. For the purpose to comparison of two samples, we estimated the mean scores of eight sources of pressure in job. In addition, we took the fi rst sample (2006) as a standard, and compared it with the corresponding scores of each source of pressure in lawyers' job to establish whether there were statistically signifi cant diff erences with the second sample (2012).
In the next step the correlations were computed between the diff erent sources of occupational pressure among lawyers and legal professionals. Table 1 shows these correlations. Th e correlations of sources of occupational pressure ranged from 0.36 to 0.73. Th e most consistent correlation was between recognition and relationships (r=0.73, p<0.05); the lowest correlation was between recognition and hassles (r=0.36, p<0.05). All correlations were positive and statistically signifi cant (p<0.05).
Compared with the results of the 2006 survey, in 2012 all employed eight sources of occupational pressure had the eff ect to the larger number of lawyers and legal professionals. In 2006, the three most infl uential sources of occupational pressure for lawyers and legal professional were (1) home and work imbalance, (2) managerial roles, and (3) insuffi cient recognition. In 2012, a crucial role had almost the same sources of pressure -(1) home and work imbalance, (2) managerial roles, and (3) hassles (Table 2) . 
Workload
Regarding workload, as a source of occupational pressure, there was marked a slight increase tendency, but noticed increase trend was not statistically significant. In the fi rst sample (2006) the workload was a source of pressure for 24.5%, and it was not a source of pressure for 75.5% of lawyers and legal professionals. On the other hand, in the second sample (2012) workload was a source of pressure for 25.5%, and it was not a source of pressure for 74.5% of lawyers and legal professionals.
Th ere was found negative relationship between lawyers and legal professionals' workload and job satisfaction (r=-0.26; p<0.05), which means that exists the relationship, if the workload increase then the job satisfaction will decrease and reverse, and reverse, if workload decrease then the job satisfaction will increase. Similar negative correlative relationship was found between workload and satisfaction with job organization (r=-0.15; p<0.05) i.e. if the workload increases then the satisfaction with job organization decrease, and reverse.
Relationships
Relationships as a source of occupational pressure was higher in the second sample (2012) as it was a source of pressure for 21.9% of lawyers and legal professionals, and in the fi rst sample (2006) it was a source of occupational pressure for 16.1%. Described increase trend was not statistically signifi cant.
Th ere was found negative relationship between lawyers and legal professionals' relationship and job satisfaction (r=-0.26; p<0.05), which means that exists the relationship, if the relationships at workplace are not good then the job satisfaction will decrease and reverse, if there are good relationships at work then the job satisfaction will increase. Respectively, similar negative correlational relationship was found between relationship at work and satisfaction with job organization (r=-0.18; p<0.05).
Home/work balance
One of most relevant source of occupational pressure for lawyers and legal professionals was home and work imbalance. In the fi rst sample (2006) home and work imbalance was a source of pressure for 46.7%, and in the second sample (2012) it was even more perceivable source of pressure as 60% of lawyers and legal professionals found it pressure for them. And once again, there was notable, but not statistically signifi cant upward trend how the lawyers and legal professionals perceive the home and work imbalance as a considerable source of pressure.
Managerial role
Th e need to perform various managerial roles was one of the leading sources of pressure for lawyers and legal professionals. In the fi rst sample (2006) it was a source of occupational pressure for 39% lawyers and legal professionals, and in 2012 this pressure had raised its eff ect to more than half (54.6%) of lawyers and legal professionals. Described change was statistically signifi cant (p<0.01).
Personal responsibility
In both samples personal responsibility was almost equally a source of pressure for over one fi ft h of the lawyers and legal professionals, namely in 2006 it was a source of pressure for 21.2%, and accordingly in 2012 for 21.9% respondents. As a source of occupational pressure, personal responsibility was most stabile stressor for lawyers and legal professionals.
Hassles
Th e relevance of hassles at lawyers' workplace was raised signifi cantly (p<0.05). In 2006, everyday hassles at workplace were sources of pressure for 26.3% lawyers and in 2012, and the number of lawyers who considered it as infl uential occupational stressor, had risen to 43.6%. Moreover, everyday hassles have risen to third important stressor for lawyers and legal professionals.
Hassles were signifi cantly infl uential source of pressure for female lawyers and legal professionals (r=0.16; p<0.05). Th ere was found negative relationship between hassles and job satisfaction (r=-0.34; p<0.05), as well between hassles and job organization (r=-0.24; p<0.05), which means that exists the relationship, if there are more hassles at workplace then the job satisfaction will decrease, and ICLR, 2015, Vol. 15, No. 1. reverse, if there are not so many hassles at work then the job satisfaction will increase.
Recognition
In the fi rst sample (2006) the insuffi cient recognition was among three most impotent occupational stressors for lawyers and legal professionals i.e. 33% of respondents answered that it is occupational stressor for them. In 2012, the number of lawyers to whom it was occupational stressor was even increased (34.6%), but it was not statistically signifi cant.
Lawyers and legal professionals' recognition was correlated negatively with job satisfaction (r=-0.25; p<0.05), but it was not so with satisfaction with job organization. Th at means, more recognition is related with higher job satisfaction and reverse, less recognition at work is related with lower job satisfaction.
Th e strong correlation was between recognition and relationships (r=0.73, p<0.05), i.e. if lawyers and legal professionals have good relationships at work then they get more recognition and reverse, if lawyers and legal professionals have not so good relationships at work then they get less recognition.
Organization climate
Over one-quarter of lawyers (namely 25.4% in sample 2006, and 27.3% in sample 2012) an unpleasant organization climate at lawyers' workplace was a source of occupational pressure.
Lawyers and legal professionals' organizational climate has negative relationship with job satisfaction (r=-0.26; p<0.05) and with job organization (r=-0.34; p<0.05), which means that exists the relationship, if there is not so good organizational climate then the job satisfaction will decrease, and reverse, if there is good organizational climate then the job satisfaction will increase among lawyers and legal professionals. Lawyers and legal professionals' work locus of control was negatively related with both, job satisfaction (r=-0.35; p<0.05) and satisfaction with work organization (r=-0.35; p<0.05) i.e. lawyers and legal professionals having more internal work locus of control had higher satisfaction with work itself, and were also satisfi ed with how their work was organized.
Moreover, there was found negative correlation between work locus of control and coping with stress (r=-0.20; p<0.05) i.e. lawyers and legal professionals having more internal work locus of control they had better coping opportunities, and reverse, lawyers and legal professionals having more external work locus of control they had worse coping opportunities.
Coping with stress
In sample 2012 the lawyers and legal professionals express signifi cantly less (p<0.001) the worries about their peace of mind than similar professionals in sample 2006. Accordingly, in sample 2006 almost three-quarters (74.6%) of lawyers and legal professional feel that they tend to be a rather over conscientious persons who worries about mistakes or actions that they may have taken in the past, such as decisions, and they frequently feel unsettled and upset during an ordinary working day, and they describe themselves as someone who is bothered by their troubles or a 'worries' . In sample 2012, this is also high volume (41.8%) of lawyers and legal professional who express their worries about their peace of mind, but it is signifi cantly less than in sample 2006.
Highlighting the lawyers and legal professionals' ability to cope with occupational stress we notice that the majority of respondents was sure that they coping quite well. Accordingly, in sample 2006 coping was adapted problem solving oriented coping strategy by 91% of lawyers and legal professionals, and in sample 2012 it was so for 92.7%, and this diff erence was statistically signifi cant (p<0.01).
Th e social support from peer, friend, family member etc. was widely used coping strategy by lawyers and legal professionals. Th is coping strategy was conducted more in sample 2012 (in sample 2012 there was 85.5%, and in sample 2006 there were 83% of lawyers and legal professionals who employed described coping strategy). Described increase trend was not statistically signifi cant. Lawyers and legal professionals' social support coping strategy was related to job satisfaction (r=0.27; p<0.05), and satisfaction with job organization (r=0.22; p<0.05). Th at means if the lawyers and legal professionals use more social support coping strategy, then they have higher job satisfaction, and reverse. Similar relationship was also found between the use of social support coping strategy and satisfaction with job organization.
April 2002, pp 443-466.
Summary
Th e theoretical perspective the current study was based on more integrated framework of occupational stress. Current study followed stressors and strain approach, which is fully integrated, into the mainstream literature on occupational stress.
Numerous studies have examined the occupational stress in law industry and found that occupational stress is present and even has tendency to increase among lawyers and legal professionals. Th erefore, still exsisted lack of recent research in occupational stress witch concentrated on identifying occupational sources of pressure in lawyers and legal professionals. Knowing the exact profi le of sources of pressure in law industry it is possible to plan development the coping with stress, and evaluate the occupational stress prevention and intervention methods.
According the literature, 88.3% lawyers had experienced stress. About 90.2% females experienced stress as compared to 82.8% male counterparts and the difference between men and female occupational stress perception was found to be statistically signifi cant 64 . We failed to found signifi cant gender diff erences, except in the case of one single source of occupational pressure, namely hassles were signifi cantly infl uential source of pressure for female lawyers and legal professionals. Moreover, we did not found signifi cant eff ect of lawyers' age, education, marital status, and work experience on the sources of occupational pressure in law industry.
We found that the relationship between job satisfaction and sources of occupational pressure was negative and signifi cantly valid among fi ve pressures of lawyers and legal professionals; namely: workload, relationships, hassles, recognition and organizational climate. Th ese relations mean that if we could reduce the workload of lawyers, to improve relationships at work, to reduce the volume of workplace hassles, to increase recognition, and to improve the organizational climate, then the lawyers and legal professionals' job satisfaction will increase.
Regarding the sources of pressure at lawyers' workplace, we found all eight occupational pressures were applied. Comparing samples 2006 and 2012, there was found the rise of occupational pressure, in case of each of eight applied pressures, the number of lawyers who experienced pressure was increased (in case of hassles and managerial roles this increase was statistically signifi cant). Most relevant sources of occupational pressure among lawyers and legal professional were in 2006 home and work imbalance, managerial roles, and insuffi cient recognition; as in 2012, a crucial role had almost the same sources of pressurehome and work imbalance, managerial roles, and hassles. Although we found that all applied eight sources of pressure had signifi cant inter-correlations with each other. Th e most consistent correlation was between recognition and relationships, i.e. if lawyers and legal professionals have good relationships at work then they get more recognition, and reverse, if lawyers and legal professionals have not so good relationships at work then they get less recognition.
As suggested by the popularity of lawyers occupational stress literature, it is evidence that lawyers are highly satisfi ed with their job, and our results support this understanding. In addition, we found that lawyers and legal professionals satisfaction with job organization or how the work is organized, was lower, but still overwhelming.
Focusing on the coping with occupational stress, we found that lawyers and legal professionals were used both key coping strategies. As previously mentioned, there exists two broad types of coping strategies: namely, problemfocused (adaptive behavioral), and emotion-focused (maladaptive behavioral). Majority of lawyers and legal professional were adapted problem solving oriented coping strategy. Th erefore, the social support from peer, friend, family member etc. was also widely used coping strategy by lawyers and legal professionals. We have to agree with Costa that social support showed to be a powerful stress predictor, as it contributed negative and signifi cantly to the prediction of job dissatisfaction 65 . We have to add that lawyers and legal professionals' dissatisfaction with job organization was also signifi cantly related with emotion-focused coping strategy.
Th e issue of lawyer's stress can, of course be researched by other methods, linking the stressors with challenges in certain legal empires such as European one. Current socio-economic and political situation is both inspiring but also depressing for lawyers depending on whether the decisions to be made should be based on Rule of Law or not. In this regard, also political and cultural studies may help to understand the context of stress factors of legal professionals 66 . Th e current research can be seen as a study that creates a framework and assists to understand the core elements of lawyer's stress independent of changing socioeconomic and political environment. Another forthcoming paradigm is the rise of digital world that would change the structure of both law and lawyering dramatically during next decade. Th e challenges related to e-regulation and need for characterizing the e-legislation as set of new type of rules is an open question for many 67 . However, the current study can be a tool also in comparing conserva-tivist and innovative approaches to the lawyering. What is intriguing about the current fi ndings of regarding lawyers and legal professionals occupational stress, was a trend how they perceived the sources of occupational pressure. In general, the job satisfaction, coping with stress was much better in sample 2012, and on the other hand, the number of lawyers who had experienced occupational pressure was increased. Clearly, our fi ndings well demonstrate that awareness of occupational stress in law industry has been raised.
